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Abstract 
Information and communication technologies (ICT) have had, and continue to have, 
a profound effect on the way organizations and their workers plan, perform and execute 
work. Telework, in particular, enables workers to work anywhere and at any time. This 
study presents an overview of teleworking due to the coronavirus crisis, the attitudes 
towards remote work and the usefulness of a specific software application used by 
remote workers. To better understand the ICT systems used for remote project 
management and team coordination a literature review was conducted. 
 To test the hypotheses an online survey was performed and Technology Acceptance 
Model (TAM) was used in an effort to explore individual technology acceptance 
behavior of the MS Teams application. The questionnaire distributed to remote workers 
in the European Commission Directorate General for Informatics. The results indicate 
positive acceptance behavior for MS Teams and no differences between women –men, 
internals – externals and workers with prior experience when it comes to MS Teams 
acceptance TAM factors. These results suggest that MS Teams is acceptable by the 
remote workers and the three variables have no effect in acceptance behavior of MS 
Teams.  
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1 Introduction 
The last decades, telework has become a daily routine either because of new labor 
market needs or because of socioeconomic environmental conditions are leading to this 
way of working (Raiborn & Butler, 2009).  For example economic crisis in 2009 or the 
pandemic (Coronavirus 2019) has led to extraordinary measures, either by governments 
or businesses, as they try to reduce their expenses or restrict the spread of the virus 
(Deloitte 2020). In addition, the increase of teleworking led by the expansion of Internet 
and growth of number of people that use smartphones, laptops and emails. Information 
and Communication Technology (ICT) opened doors in this new road of virtual work 
(Messenger & Gschwind, 2016). Digital disruption in Telecommuting not only changes 
the value proposition of an Organization but also maintains the firm innovative and 
flexible (Karia & Asaari, 2016). 
The aim of this research is to present an overview of teleworking, identify the ICT 
tools mentioned in the existing academic literature, as well investigate the intention 
behavior of using ICT tools and specific MS Teams by the European Commission 
(European Commission Directorate General for Informatics) due to the coronavirus 
crisis. Additionally the attitudes towards remote work and the usefulness of MS Teams 
used by remote workers of DG DIGIT.  
In the literature the terms for remote work is not adequate, we can find different 
words that express the same meaning.  
For example Gajendran and Harrison (2007) found that telework is also known as 
'remote work', 'virtual work' or 'telecommuting.' For Rabelo and his colleagues  (2000), 
telework means bringing the work to the employee rather than the employee to the 
workplace. Eurofound and International Labour Organization (2017) defined Telework 
as the use of ICT, such as smartphones , tablets , laptops and desktop computers, to 
perform work outside the premises of the employer. Teleworking, Remote Work, 
Telecommuting  or ICT based mobile work refers to work mostly  from everywhere and 
in any moment.  In other terms is  working away from the primary office with the use of  
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IT (Information Technology) one or more days as Brazilian Society of Teleworking and 
Tele-activities1 (2016) discovered. Teleworking  is not only about location but the 
nature of the work, how people engage in business processes and how corporations 
administer working procedures, so the European Commission defines telework as 
follows: “Telework is a form of organizing and  performing  work,  using  technology,  
in  the  context  of  an  employment  contract/relationship,  where  work,  which  could  
also  be  performed  at  the  employer’s  premises,  is  carried  out  away  from  those  
premises  on  a  regular  basis”  (Eurofund, 2002). 
As we can see, there is no sufficient term of teleworking or remote work, we can 
claim all work arrangements where employees conduct some or all of their work away 
from the primary workplace, as United States Office of Personnel Management 
discovered (2003). For this study telework is any work carried out at a distance for 
convenience.   
 Ling (2008) argues that telework is changing the nature of work itself, with 
important and fundamental implications for our understanding of work. Nowadays 
teleworking provides safety and continuality to economic activities due to Covid 2019.  
Covid Crisis is the largest challenge that humanity faces after World War II said 
United Nations Secretary General, Antonio Guterres, Associated Press reported  . It is 
not only affect  health but  social, economic and political life (Demirbas et al. 2020). 
Covid or Coronavirus 2019 is an illness “caused by a new coronavirus now named 
severe acute respiratory syndrome coronavirus 2 (SARS-CoV-2; formerly called 2019-
nCoV), which was first identified amid an outbreak of respiratory illness cases in 
Wuhan City, Hubei Province, China”(Burki, 2020). This pandemic expand to every 
continent and changed the normality of life (National Center for Immunization and 
Respiratory Diseases, 2 2020). Every moment someone lose his job or income because 
of the lockdown that  States impose in order to avoid the transmission of the virus and 
the Scientists compare the Covid crisis with the Great Depression in 1930 as 
International Monetary Fund Blog (2020) displayed. Many workers are being forced to 
work from home due to Coronavirus and this implies many opportunities or threats 
                                                 
1  
BSTT or SOBRATT - Sociedade Brasileira de Teletrabalho e Teleatividades,  is a non-profit civil society, 
founded in 1999 and since then it has become the only and accredited source for teleworking issues and 
various flexible working methods in Brazil. 
2 CDC.2019 Novel Coronavirus, Wuhan, China. Available at https://www.cdc.gov/coronavirus/2019-
ncov/about/index.html. January 26, 2020; Accessed: January 27, 2020 
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(Forbes, 2020). The public health crisis of COVID-19 is a serious test of the need for 
many aspects of our basic everyday routine: workplace travel, face-to-face meetings, 
and what it means to be a worker in a modern economy. With "social distance" now an 
imperative in many places, the shift of employers to telework is poised to reshape all 
these assumptions, both for the present crisis and beyond (ILO, 2020).  
All of these show why our survey is so important and crucial for the research 
community to uncover answers about  the need of digital transformation (teleworking) 
from an executive branch of the European Union, the European Commission. Overall 
access in data of the European Commission is hard so the survey become more 
valuable.   
Digital disruption or digital transformation is a transition that new digital technology 
and business practices are triggering according to oxfordcollegeofmarketing.com 
(2020). Due to many unique business models and technical developments in ICTs, we 
saw an unparalleled revolution in the Pre-Covid world. The planet is undergoing 
disruption in multiple forms during the ongoing Covid-19 pandemic (Kamal, 2020). 
Businesses have had to revolutionize and improve the way they do business, offices 
have become less necessary and it has unexpectedly become compulsory to operate 
from home. This sudden need for work from home is contributing to the digital 
transformation of the workforce at unparalleled levels and the evolution of the work 
environment. Telecommuting has become a critical business change (Savic, 2020). The 
usage of digital communication channel such as MS Teams has now increased 
dramatically in speed and scale (Bartik et al., 2020a; Watermeyer et al., 2020). 
Organizations on the other hand may find ways to take advantage of this crisis, adapt 
and increase their productivity. Τhe larger an organization the more difficult 
teleworking can be to implement (Maravelaki, 2012). Although many firms used 
teleworking no one was prepare for this sudden transition. Managers should find new 
ICT tools and ways to collaborate with workers. Tools such as Zoom, LiveAgent, 
Teamwork, Krisp, Instagantt and many more can help you manage a team, store files, 
collaborate, evaluate productivity, get feedback and communicate face to face. 
Problems may arise from the organizational culture to manager – employee relationship. 
Teleworking cannot be applied  to all professions  and not every employee can work 
with this method. Thus, some specific criteria must  be exist such as functional 
qualifications, technical qualifications, organizational qualifications, personality 
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(Maravelaki, 2012).  In Europe telework is at different stages even in the same Member 
State. Luxemburg Summit promise  the Member States to a co-ordinated approach to 
maintain and develop new jobs. The Summit agreed Employment Policy Guidelines, 
setting intents and goals organised around a plan with four pillars (www.ec.europa.eu). 
The increase of teleworking is nearly relevant to each of them: employability, 
entrepreneurship, adaptability, equal opportunities. 
In 2002 the European Union made a Framework Agreement for teleworking to 
protect employees and set rules to ensure isonomy. EU norms were about data 
protection, privacy, health and safety rules, training and career prospects (European 
Parliamentary Research Service, 2016). 
The present work is mainly intended to provide an overview of teleworking, cite the 
ICT tools mentioned in the existed academic literature, as well examine the intention 
behavior of using ICT tools (MS Teams) from the employees of the European 
Commission.  
We chose as a case study the Directorate-General for Informatics (DIGIT) from the 
European Commission because we are focusing on ICT systems used for remote project 
management and team communication. The department is responsible for providing 
digital services that support other Commission departments and EU institutions in their 
daily work. Also helps public administrations in EU member countries work better 
together. These operations rendered the sample ideal and interest. In addition the DIGIT 
has a very high skilled staff which is difficult for the research community to have access 
in their characteristics. We the help of our supervisor, Dr. Peristeras, we overcame this 
obstacle and had access to the data. 
The work is structured as follows: In the first part, it is demonstrated the academic 
literature over teleworking, definitions and systems that are being applied in big 
organizations. Then, the method that the survey will follow, the results of the 
investigation and last the discussion and conclusion.  
 The purpose of this study is to investigate the systems used for remote project 
management and team communication with emphasis on recent events (Covid19 Crisis). 
The survey will use Technology Acceptance Model to examine the individual 
technology acceptance behavior in different information systems constructs, MS Teams. 
This thesis will discuss the Digital Disruption that Teleworking bring in European 
Commission  after the Covid crisis and will examine five major objectives: a) the 
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attitude towards remote work of MS Teams used by remote workers, b) the behavioral 
intention of future use of MS Teams by remote workers, c) the perceived ease of use of 
using MS Teams by remote workers and d) the perceived usefulness and collaboration 
value of using MS Teams by remote workers.  
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2 Literature review 
Literature on new ICTs (Information Communication Technology) and 
telecommunications is facing an increasingly transitional technological world; the 
results addressed in one publication are sometimes redundant and inapplicable in 
another publication. Therefore this review focuses mainly on literature over  the past 
decades about ICT systems used for remote project management and team 
communication with emphasis on recent events by big organizations such as European 
Commission and the behavioral intention of the teleworkers.  
At present, Information Technology (IT) is the primary instrument of assisting 
businesses in their administrative and operational activities. It is one of the key 
components to enhance the effectiveness of organizational goods , services and 
outcomes, offering agility in well-defined bureaucratic processes that have boosted 
teleworking. However, the literature is not sufficient in terms of the means used in 
teleworking in large organizations, especially in the European Commission. Therefore, 
this dissertation tries to feel the gap and explore the ICT systems used in teleworking by 
the Commissioners during the Covid Crisis. Furthermore to study the attitudes towards 
remote work and the usefulness of MS Teams used by remote workers in the European 
Commission Directorate General for Informatics. 
The Brazilian Society of Teleworking and Tele-activities3 (2016) found that telework 
is considered any work carried out from a distance for this study , i.e. outside the 
workplace, using ICTs that allow people to work anywhere, receive and transmit work 
activity-related information , images or sound. 
Telework is also known as 'remote work', 'virtual work' or 'telecommuting,' 
(Gajendran & Harrison, 2007).  
                                                 
3 BSTT or SOBRATT - Sociedade Brasileira de Teletrabalho e Teleatividades,  is a non-profit civil society, 
founded in 1999 and since then it has become the only and accredited source for teleworking issues and 
various flexible working methods in Brazil. 
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Boell et al. (2013) identified twenty four elements that are possibly relevant to the 
nature and impact of teleworking. These aspects outline either potential advantages or 
potential challenges, divided in the organizational level or the employees themselves.   
They found six potential advantages for employees such as economic advantages, 
improvement of their working life balance, spatial mobility, enhancement of their  
working autonomy, enlargement of their productivity and job satisfaction. Due to the 
freedom of mobility, workers may be able to decrease work expenses (Kanellopoulos, 
2011), use spare time (Apgar, 1998; Kanellopoulos, 2011; Pyöriä, 2011) and that finally 
self-management can contribute to job satisfaction among employees (Gajendran & 
Harrison, 2007; Konradt et al., 2003). As for the potential advantages in the 
organizational level they found five elements such as boost of working moral due to 
staff’s satisfaction (Donnelly, 2006; Pyöriä, 2011), recruitment and retention by 
maintaining the  well-being of the employees (Rhoades & Eisenberger, 2002), increase 
in productivity by minimizing absenteeism (Kanellopoulos, 2011), enhancement in 
agility by improving access regardless place and time (Davis, 2002) and economic 
growth due to cost reduction (Riswadkar & Riswadkar, 2009).    
On the other hand they found potential challenges that may appear in the 
organizational level or the employees.  For example trust, absence of face-to-face 
interactions  may also impede  the capacity to develop trust (Gajendran & Harrison, 
2007; Pyöriä, 2011). Moreover, workers may experience technical problems themselves 
because of the reliance on ICT (Scholefield & Peel, 2009). Telework may dissolve the 
necessity for middle management for supervision (Pyöriä, 2011) and that makes the 
organization reluctant to adopt telework (Pearlson & Saunders, 2001; Scholefield & 
Peel, 2009). Teleworking may also require organizations to gain additional expertise in 
creating and using the necessary ICT infrastructure (Brodt & Verburg, 2007; Kurland & 
Cooper, 2002). Organizations might need to establish and sustain adequate ICT 
infrastructure at both ends and in-between (Scholefied & Peel, 2009). Furthermore, 
teleworking can also be a challenge for information security as the ICT used by 
employees is outside the organization. (Pyöriä, 2011; Riswadkar & Riswadkar, 2009). 
Finally, organizations have to make investments in advance and offering IT support to 
telework staff may be more expensive than providing on-site IT support (Pyöriä, 2011). 
Policymakers have reacted increasingly to the ubiquitous telework and contentious 
disputes surrounding legislation on working time, working standards and workplace 
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safety and health. The European Framework Agreement on Telework (2002) is a 
significant example of this development. For the social partner this agreement stipulates 
how telework is described and how teleworkers can enjoy the same working standards.  
Telework has increased in popularity, mainly due to advancements in Information 
and Communication Technologies (ICT) (e.g. broadband Internet, mobile devices, 
social media, cloud computing, and networking tools). Telework and other ways of 
work anywhere, as well as providing organizations and people with flexibility over 
when and where work takes place, have been seen as a corollary of the drive for 
organizations to migrate to network-based operating structures where workers are no 
longer connected to geographic locations (Bayrak, 2012). 
In recent decades, the tendency to create and develop integrated computer structures 
has been the key basis for organizational structure changes. That was made possible by 
developments in information technology. Structural developments lead to changes in the 
strategies of work organization around the transmission of information and the 
infrastructure of phenomena known as virtual organizations and organizational 
teleworking. 
Due to the accelerating speed of digitalization, the adoption of digital technology by 
companies has contributed to an expanded incentive for employees to continue working 
from home since the beginning of the pandemic. Digitalization has also contributed to 
major changes in the organisation of jobs and workplaces, with potentially significant 
consequences for skill requirements, labor conditions, and the well-being of employees 
(International Labour Organization, 2019). 
Nearly four out of ten employees in Europe have started teleworking as a result of 
government-issued stay-home orders (Eurofound, 2020b). In countries that were mostly 
impacted by the epidemic, and teleworking was well known prior to the pandemic, the 
most important rise in teleworking took place. Nearly 60 percent of workers in Finland 
moved to working from home. More than 50 per cent in Luxembourg, the Netherlands, 
Belgium and Denmark worked from home, and about 40 per cent in Ireland, Austria , 




2.1  Introduction to Teleworking 
This era is marked by an explosive dispersion of neologisms, meanings and terms all 
trying to cope with the many advantages and disadvantages of telework and dealing 
with new ICTs. This proliferation deeply hampers comparability among studies, an 
issue that has always followed research on ICT work. Different meanings contributed to 
uncertainty and a great variety of outcomes in periods when researchers used the word 
telework more frequently. As noted by Kraut (1989), and more recently by Bailey and 
Kurland (2002), numerous studies documented various shares of workers who usually 
telework simply because they worked with different term meanings. 
Therefore, it is important to recognize a simple categorization that helps us to define 
and compare meanings in order to identify various types of telework at present. At the 
beginning of telework research, scholars were concerned themselves with three main 
elements: technology, place, and organization (see, for example, Beer, 1985; Di Martino 
& Wirth, 1990). 
These three elements can be used to construct a categorization of the entire range of 
telework modifications until the latest developments. Developments expanded 
workplaces from the typical office to the premises of the employer to the homes of the 
workers and then to locations like cars and train stations, and now to almost every place 
we can imagine.  
Telework also has been described as "... a flexible work arrangement in which 
employees work in locations, remote from their central offices or production facilities, 
without personal contact with coworkers, but with the ability to communicate using ICT 
with coworkers" (Di Martino & Wirth, 1990). 
Parent-Thirion and her colleagues, for example, followed Makimoto and Manners 
(1997) on nomadism in their research for the fifth wave of the European Working 
Conditions Survey with their definition of ‘e-nomads’: ‘individuals who use ICT at least 
sometimes and do not have their employer’s premises (or their own premises if self-
employed) as their main place of work, or, if they do, they have worked in another 
location in the three months prior to the survey’ (Parent-Thirion et al., 2012). The 
emphasis of the word is expressed by the attributes: location and technology. 
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2.2 Definition of Teleworking 
The term of telecommuting first appeared in the United States of America during the 
oil crisis in 1970 as a means of diminishing fuel consumption and dependence on fossil 
fuel (Nilles et al., 1976; Pyöriä, 2011). Later the term came to be known as teleworking 
and was supported by companies based in California, such as Yahoo. In the early years, 
telework research was implicated with working agreements in which employees  
worked  in a place away from the main office, for example their home or a teleworking 
center. Nilles (1988) subordinates, in later publications, the word telecommuting to a 
more general definition of telework, to include all forms of work connected actions 
outside the employer's premises assisted by ICT. 
For Rabelo (2000), telework means bringing the work to the employee rather than 
the employee to the workplace. 
The 2002 European Framework Agreement on Telework states that: ‘Telework is a 
form of organizing and/or performing work, using information technology, in the 
context of an employment contract/relationship, where work, which could also be 
performed at the employer’s premises, is carried out away from those premises on a 
regular basis’ (European Framework Agreement on Telework, 2002). 
Telework or telecommuting (also known as telework/ICT-mobile work or T/ICTM) 
consists of a relatively new form of alternative work arrangements (Baruch 2006) 
although, it was first developed in the 1970s (Nilles, 1975). Even though there is no 
widely accepted concept of telework, it can be defined as a form of remote, distant and 
online work and/or service provision using computer and telematics technology 
(Belzunegui-Eraso et al., 2013). According to the International Labour Organization 
(2017), telework is characterized as the use of ICTs, such as smartphones , tablets , 
laptops and/or desktop computers, for work carried out outside the premises of an 
employer. In other words, telework includes work done and carried out beyond the 
employer's location with the aid of ICTs. 
Another concept was proposed by Sakuda and Vasconcelos (2005), considering that 
teleworking is the use of computers and telecommunications to modify the already 
centralized system of work, involving various economic, social, organizational, 
environmental and legal aspects. 
-12- 
Telework is considered by Pérez et al. (2007), as an alternative mode of work 
organization, defined by enabling employees to use data and telecommunications 
wholly or partially from their home or a remote location.  
Boonen (2008) describes telework as a type of decentralized work that was born in 
response to the global economic crisis in the West. 
Many scholars outline telework as an ancestor or early form of work with ICTs 
(Bailey & Kurland 2002). On the other hand telework is noticed as one of many 
methods of work such as office work, virtual or mobile work ( Di Martino & Wirth, 
1990; Golden & Fromen, 2011) or as one type of flexible work schedule (Kossek & 
Michel, 2011). In any case academics separate telework and use of new ICTs. On the 
contrary Craipeau (2010), characterize telework as an evolving process and ICTs as the 
main contributors. They allow the conversion of office work to a new form away from 
the central office and closer to the employees’ home.  
Finally, telework is defined as the use of ICT information and communication 
technologies, such as smartphones , tablets , laptops and desktop computers, to perform 
work outside the premises of the employer (Eurofound, 2017; ILO, 2017). In other 
words, telework includes work done and carried out beyond the employer's location 
with the aid of ICTs. 
 
2.3 ICT Systems 
When the mobile Information Communication Technology industry began to grow 
so did  teleworking. Both of them discovered that mobility is an important factor for 
further development (Hislop & Axtell, 2007).  
The use of computer-mediated communication (CMC) to conduct work at places 
other than the main office is considered telecommuting. The term is used when an 
employee is directly rewarded for work performed at a workplace other than the main 
office, often the home of the employee, and the overall commuting time of the 
employee is therefore decreased (Mahesh, 2003). 
In essence, telecommuting is the elimination or partial elimination of a home-based 
business. Telecommuting has long been used across the globe as an efficient way to 
minimize commuter-based pollution, travel times, and congestion. White et al. (2007), 
outline the nature of the advantages that could be gained by an increase in 
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telecommuting, such as decreased travel time, decreased demand for public transit 
services and higher employee productivity. In the past, people had been discouraged 
from telecommuting due to the lack of access to high-speed Internet connectivity, 
teleconference tools, or the requisite facilities to fulfill their job from home. 
Telecommuting is becoming a viable choice for some employers and workers as high-
speed internet, personal laptops/computers, tablets and smartphones are becoming more 
affordable and readily available (Hynes, 2014). 
Based on an evolutionary perspective from Messenger and Gschwind (2016), an 
evolutionary chronicle over three generations of telework was established: Home office, 
mobile office and virtual office. The first-generation telework literature is specifically 
based on one style of work: the  home office. ICTs of the first generation (computers 
and telephones) were not yet able to organize workers when they were working away 
from the office. Therefore, separating the first and the second generation of teleworks is 
challenging. 
A set of variables decide whether a job can theoretically be completed remotely. The 
portion of workers that are able to telework define the size of the workforce that can 
operate for example during a pandemic from home and thereby minimize the spread of 
the virus to the population. The capacity of working from home in countries at different 
stages of economic growth was explored in two recent papers (Hatayama et al.,  2020; 
ILO, 2020h) as well as factors such as the economic and occupational structure, internet 
connectivity and the possibility of owning a personal computer, which are important 
determinants of working from home. 
However, digitalization is not equally distributed across the globe, with some regions 
struggling with the lack of broadband, available internet access and ICT resources to 
enable teleworking. In sub-Saharan Africa, for instance, only a quarter of the population 
has access to the internet and only half in the Maghreb, compared to four-fifths in 
Europe (Gómez-Jordana Moya, 2020). Teleworking is virtually impossible without the 
explicit assistance of the employer, in terms of buying hardware and delivering 
broadband in countries where frequent power cuts and poor internet access make even 
sending an e-mail a challenge. 
Nevertheless for a variety of factors, telework / ICT-mobile job (T / ICTM) is 
regarded as useful for both employers and workers. (Haddon & Lewis, 1994;  Bailey & 
Kurland, 2002). 
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2.3.1 ICT Equipment 
Teleworking arose in the 1990s as an opportunity to boost the effectiveness and 
productivity that could be accomplished across advanced IT infrastructures (Watad & 
Will, 2003). The implementation of teleworking has been encouraged by the availability 
of knowledge in ICT. In other words, teleworking was spurred by IT growth. A 
significant amount of disinclination from organizations to create teleworking has been 
documented by Siha and Monroe (2006). The drawback of technology is infrastructure, 
an essential element for any teleworking program. The influence of IT help, appropriate 
technologies and other variables on satisfaction and the ability to use telecommuting 
workers, was examined by Baker et al. (2006). The findings illustrate the vital role of 
technology in the growth of teleworking. Although technology is the core of the 
teleworking program and it is also part of the information system of the enterprise, 
companies tend not to share their technical features publicly due to issues of 
competitiveness. Pham (2010) found that at least one computer, a high-speed wireless 
broadband, a cell phone, and other equipment such as fax machines, copiers, scanners 
and printers must be used by teleworkers. 
Generally telework ıs related to ICT technology because of the common process of 
organizing and managing work. Since telework became feasible through mobile ICT 
and was supported by means of team work, the performance of work operations cannot 
be separated from these technologies (Orlikowski & Iacono, 2001). In the early 2000s 
new ICT devices became smaller, cheaper and faster such as smartphones, tablet 
computers, laptops, which were supported by Internet and World Wide Web 
(Messenger, 2019). These devices connect people with their co-workers from any place 
at any time.   
The fast technological improvements separate the generations, as it was predicted by  
Toffler (1980). Even smaller and smaller portable gadgets, such as tablets, notebooks, 
and cell phones, allowed workers to work from almost everywhere they wanted or had 
to work, not only from home. Work has now been removed from place: it can be carried 
out 'here, there, wherever, anywhere' (Kurland & Bailey, 1999). Government laws 
reflect this development. They are adapting to the changing work climate and its 
conditions. From this time on, it only required the increased. dispersion of the Internet 
and World Wide Web access to take telework to its third generation, the virtual office.  
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The virtual office is an ICT-supported workplace located outside the traditional 
office where individuals from all occupations (both male and female) are engaged in 
work associated with a traditional office. The word 'virtual' applies to the use of 
technology (Bredin, 1996) and requires a computerized interconnection in which the 
same knowledge space is accessed by networks (Barnatt, 1995). It also defines an object 
that exists in fact, but not in name, and where, as evidenced by global alliances, 
geographic locations and space are no longer relevant (Roy, 1997). 
 Makimoto and Manners (1997) foresee in Digital Nomad that the work of the future, 
it wouldn't be here or there, but on the contrary on the move. The prediction came true, 
the smart devices changed the usage of technology and the third generation started. New 
types of ICT tools are developed and information is stored in clouds and networks by 
small computers.  It can all be done instantly with the palm of  your hand, like to 
scanning e-mails, latest transactions, messages and news. 
The widespread use of ICT both at home and the work environment has often been 
advanced as a factor that would increase telework creation (Bayrak, 2012; Richardson 
& Benbunan-Fich, 2011). Aguilera et al. (2016) discovered that a desktop computer or a 
laptop (94%), an Internet connection (81.4%), and a landline or a cell phone (53%) are 
primarily the resources used by workers working from home. Furthermore, few 
businesses invoke the existence of technical technologies and the willingness of workers 
to master them as an obstacle to telework adoption. These results support the work on 
Small Medium Enterprises located in London by Clear and Dickson (2005), which 
indicates that organizational factors are more important in promoting the effective 
adoption of teleworking than technical provision. It also confirms Haddon and Brynin's 
(2005) work, which concluded that telework seems to represent conventional 
occupational practices rather than a substantial technological change. 
The developments in information and communications technology that have occurred 
in recent years are obviously another significant catalyst for the growth of  T/ICTM 
(Telework/Information Communication Technology Mobile). While home-based 
teleworking has been possible for decades, in the 21st century, the so-called 'new ICT' 
such as smartphones and tablet computers have revolutionized work and life. The 
detachment of work from conventional office spaces is essential to this growth. In 
addition to conventional types of telework (working from home or home-based 
telework), smartphones , tablets and similar devices allow working while being on the 
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move (ICT-mobile work) and working from any place. For example, results from the 
Swedish national study indicate that the increased portability, interactivity and media 
richness of new ICT has made teleworking more feasible for many employees since 
2005. 
Organizations need to provide infrastructure and technical resources for teleworkers 
in order teleworking to be effective (Fritz et al., 1998; Mann et al., 2000). They  need to 
include sufficient funding to provide the teleworker with the necessary facilities, 
including reliable office equipment (i.e. telephone, fax, computer, etc.) and to work at 
least in an atmosphere as well as their office-based colleagues (Ward & Shabha, 2001). 
2.3.2  ICT Software Tools  
As Duxbury et al. (2006) conclude, new ICTs are sometimes used as work-extending 
technologies (WETs) in their research on Canadian information workers. The 
conventional workplace is not only altered by the modern technology, but normal 
working time rules, job schedules and eventually, work-life balance are also altered. 
Popma (2013) analyses the literature on New WoW (Ways of Work) in a similar vein, 
which the author describes briefly as 'place- and time-independent work' (Popma, 
2013). 
New ICTs allowed virtual mobile connection of employees  and as in the case of 
previous generations, it is precisely this technical innovation that has caused the further 
growth of telecommuting. Telework has continuously being developing over three 
decades from the simplistic initial aim to minimize commuting costs, to organize office 
work and eventually to virtualize it into a whole new way of working (Pyöriä, 2005). 
Mainly due to advancements in Information and Communication Technologies (ICT) 
(e.g. broadband Internet, mobile devices, social media, cloud computing, and 
networking tools), telework has increased in popularity (Drury, 2008). 
In particular, video communications collaboration system functions have been 
included in iPhone (FaceTime) and various social networking sites, and can be used not 
only in the B2B (Business to Business) and B2C (Business to Customer) regions, but 
also in C2C (Customer to Customer) generally. Moreover, there are also hopes for these 
video communications functions as critical broadband communications networks to 
create new virtual and video businesses using AI (Artificial Intelligence) and IoT 
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(Internet of Things) in the era of global 5 G mobile telecommunications systems 
(Wolfe, 2007). 
Telework has recently experienced a boom, mainly due to ICT development and 
accessibility. Different reports present different numbers of employees in the world 
operating under telecommunication, but they agree on one reality that their 
implementation is continuously increasing. Differences in numbers derive from the 
author's viewpoint, who either considers only employees working full time 'from a 
distance' on the basis of their employment contracts or working once a week to be 
teleworkers or 'informal' teleworkers who may work from home, even though their 
employment contracts do not refer to them as teleworkers. Walinskas reports that over 1 
billion employees are actually employed as telecommuters (Walinskas, 2015). 
Mills (2016) found that email, phone, laptop computers, instant messaging, 
knowledge-sharing networks and Virtual Private Networks (VPN) were the most 
popular ICT resources that teleworkers used. For both staff and executives, the instant 
messaging (IM) method had several beneficial aspects. The IM tool helped managers 
and coworkers to know when teleworkers were working and their availability. IM was 
also described as a great tool that enabled instant informal communication and also 
included features such as a shared brainstorming session whiteboard and shared real-
time collaboration desktops. 
In China, Ali Baba provided 10 million businesses with free chat and video 
conferencing services and expanded its membership to 200 million. Other businesses, 
such as Tencent, ByteDance, which provide TikTok, and Baidu, provide free telework 
resources to more than 18 million businesses with a total of more than 300 million 
teleworkers. In this way, demand for video conference software has increased around 
the world-Zoom downloads were 14 times higher in the USA in the second week of 
March 2020, 20 times higher in the U.K, 27 times higher in Spain and in Italy 55 times 
higher compared to the average weekly downloads for the fourth quarter of last year. 
With traditional corporate and organizational IT applications such as business chat 
(Slack, Microsoft Teams, etc.), cloud services (Zoom, Spark, Skype for Business, etc.), 
video conferencing systems, online conferencing systems and unified communications 
(UC), the usage of collaboration systems is expanding worldwide (García Álvarez, 
2015) . 
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On the marketing side, for various reasons, the use of collaboration systems such as 
video conferencing software has become increasingly common, such as promoting 
global business, speeding up work in distributed ventures, exchanging knowledge 
within and outside companies, speeding up decision-making, developing human capital 
by transmitting or passing on certain skills and know-how, as well as improving them 
(Bond-Barnard et al., 2014). 
On the other hand, technological developments such as the introduction of broadband 
or new 5G mobile networks, the VoIP (Voice over Internet Protocol), the low costs (the 
invention of easy teleconferencing networks and teleconferencing software),the  better 
picture quality and higher accessibility (High Definition Telepresence, 4K, 8K, etc.), the 
wide variety of mobile terminals (smartphones, laptops, etc.), and integrated 
communications systems, further reduced the cost of cooperative goods. This has led to 
increased user usage, resulting in a further reduction in costs and a positive increase in 
market feedback caused by these network outputs (Kodama, 2007). 
Remote Work Week Survey, which was conducted by Virtual Vocations (2020), 
demonstrate that  teleworkers use on a regular basis communication tools such as email 
with 53,44%, phone calls with 48,77%, video meetings with 38,34%, collaboration tools 
like Slack, Google Hangouts and others with 26,48% and online presentations with 
25,85%.  
TalentLMS Remote Work Study (2020) found that three out of the top four apps are 
all about contact, either with teams or friends. Dropbox is the first non-communication 
method that remote employees use, with 14%. Trello is the second one, with just 3%. 
Other applications used by remote employees include Asana, Zoom, Evernote, as well 
as company-made applications. 
According to Vartika Kashyap (2020) from Proofhub.com the top work tools for 
remote teams for project management and collaboration are: 
Proofhub – is  online project management software. It has a range of features only in 
a single location, such as online proofing, discussions, chat to exchange reviews and 
remote project management. 
Basecamp – is a software solution for project management and team communication. 
It includes a variety of features and tools across the project for exchanging ideas, 
coordinating discussions, and keeping everyone on the same page.  
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Instagantt – is  a powerful project management program that lets you plan visually, 
control, and schedule your projects. Communication is a major part of Instagantt, as 
well.  
Nextiva – is a cloud phone system that empowers teams, regardless of their location, 
to connect with clients and colleagues. The platform provides a variety of features, such 
as a mobile app, call routing, call groups, live website chat, and more. 
Appear.in – with simple video collaboration, lets remote teams stay efficient. 
Features: no registration or downloads, video community interactions, quick screen 
sharing, no computer connection. 
Zoom – is a group calling device with amazing video quality. The most accessible 
and transparent pricing is easy to use. You can register any call with a full-length video 
during remote Meetings & Video Chat. For combined discussions, you can share your 
screen with teams. Video webinars, meetings, Zoom space, Business IM, and voice 
sharing are other zoom solutions. 
Troop Messenger – is a lightweight remote work tool. Through instant messaging, 
audio and video calling, location and file sharing, and by creating unlimited groups on 
the go, team members can connect.  
Slack – is a messaging remote work application. A digital space that allows 
teammates to connect, to exchange thoughts, to exchange feedback in real time, so that 
everything moves quickly 
Nzekwe (2020) noticed that the company's approach to digital communication was to 
empower and train its workers in the use of a variety of video conferencing resources 
(Skype, Zoom, Google Hangouts, WhatsApp) and gave employees the opportunity to 
move between these channels depending on the availability of the internet and the 
quality of the call. They presented regular morning and afternoon group video calls, 
called Stand-up and Stand-down meetings, led by their CEO (CEO) addressing the 
entire team. The leaders of the business unit alternate with each other, to break the 
isolation of the team members and to strengthen the social element of the work. The 
organization distributed a contact list to employees so that they can contact the right 
colleague directly to receive additional smartphones or receive technical assistance. 
The human resources research organization (2020), in addition to the basic security 
features that employees have, such as laptops and corporate email access, has found that 
powerful collaborative software tools can help simulate office interactions. Many of 
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these options are free, low cost or offer a free trial. For example some of them are used 
for web-video conferencing (Skype and Zoom), for chatting (Slack, Twist and Teams) 
and for project management (Trello, Jira and Asana).  
"Ten years ago, remote employment essentially meant a position below the minimum 
wage for telemarketing or customer service," said Samantha Lambert to Sean Peek from 
Business News Daily (2020), human resources director at Blue Fountain Media, a 
website design company.  
Now, technology gives  the ability to do the same job, no matter where you are in the 
world and to be in contact at any time with co-workers or customers. Video 
conferencing is one of the most beneficial tools for smooth remote work. Live video 
feeds allow out-of-office employees see and talk to one another in real time, anywhere 
with an internet connection, that would be the next best thing to a face-to - face 
interaction. But without the widespread broadband internet adoption of the past 10 to 15 
years, this capability would not be possible. This technology has advanced so rapidly 
that many businesses have even eliminated traditional offices and instead run their 
companies out of co-working spaces to accommodate their largely remote workforce as 
Samantha Lambert (2020) claims. 
 Shared office space is being developed and is more often accessible in various cities, 
where remote workers can gather to work. This in itself reflects the growing number of 
remote employees in recent years. In the face of crises, remote work also presents 
unique opportunities, such as a natural disaster or an epidemic. For example, as 
COVID-19, commonly referred to as coronavirus, spreads rapidly around the world, the 
ability of many employees to perform their duties entirely from home can help to 
protect both the company and the public health to continue being successful (Peek 
2020). 
2.4 Recent Events 
Telework was originally intended to be a complete replacement for conventional 
office work. Over time, however, it was gradually employed slightly, with workers 
taking just a few days a month for telework at the employer's premises alongside their 
main work. Currently, new labor market needs or socioeconomic environmental 
conditions lead to this way of working, such as the economic crisis or the pandemic 
(Coronavirus 2019). 
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The digital transformation of working styles around the world is moving faster than 
ever due to the effects of the novel coronavirus (COVID-19), an infectious illness. 
"With corona," and looking forward to "after corona," business strategies are facing big 
changes all over the globe. The digital shift (transformation) in the historical essence of 
working styles has received a lot of attention in these circumstances, with demands 
increasing in societies, while the spread of IoT, AI, 5G, cloud services, etc. is further 
accelerates this digital transformation (Kodama, 2019). 
Ten years prior to the Covid-19 outbreak, telework evolved steadily, but mainly as an 
occasional work pattern. In fact, only 5.4% of workers in the EU-27 generally worked 
from home in 2019, a rate that has remained fairly stable since 2009. However, over the 
same period, the proportion of workers working from home increased at least 
occasionally from 5.2% in 2009 to 9% in 2019. Work from home was slightly more 
prevalent among self-employed dependent workers, but has increased similarly over the 
last decade for both groups. In 2109, about 36% of the self-employed in the European 
Union-27 work often or usually from home. The prevalence of telecommunications 
among dependent workers in 2019 was just over 11% compared to 7.5% in 2009 
(Eurostat Labor Force Survey, 2020). 
Lives, livelihoods, communities and companies worldwide have been disrupted by 
the dramatic spread of COVID-19. Organizations are working together to find creative 
ways to minimize the public health effect and limit economic and supply chain 
disruptions. 
This is not the first time a telecommuting crisis has required a change. The events of 
9/11 and the anthrax attacks that soon followed, increased the need of telework in the 
United States, causing some key government offices to close and drive more people to 
work from the safety of their home. Τhis universality  required new ICT tools, more 
reliable and up-to-date for the needs of employees. Congressman Tom Davis said, in a 
2004 committee hearing on The Heightened Need for Telework Opportunities in the 
Post-9/11 World that, “We now realize that telework needs to be an essential 
component of any continuity of operations plan. Something we once considered 
advantageous and beneficial has evolved into a cornerstone of emergency 
preparedness.” 
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The Telework Enhancement Act 2010, encouraged federal agencies to implement a 
telework strategy and  workers to use it; however in the last several years, many federal 
agencies have scaled back their remote work policies.  
Also after work sites closed during a series of earthquakes between 2010 and 2012, 
in Christchurch, New Zealand office work switched to telework. Employees found 
multiple advantages from telework in a case study of a government department that 
moved completely into home-based telework, such as greater incentive to return to work 
and improved work-family balance. As in the COVID-19 outbreak the  access to 
childcare and schools was limited, leaving many  parents and staff doing double duty 
(Donnelly & Proctor-Thomson, 2015). 
Working from home has been the normal for millions of workers in the EU and 
worldwide since the outbreak of the Covid-19 pandemic. Early estimates from 
Eurofound (2020) indicate that nearly 40 percent of those currently working in the EU 
began to telework full-time, as a result of the pandemic. A recent study by the JRC 
(Joint Research Center) provides a rough estimate that around 25% of all employment 
in the EU is teleworking. Given that only 15% of workers in the EU had worked 
telework before the outbreak, large numbers of staff and employers are likely to have 
difficulty coping with the sudden transition to telework. However, the magnitude of 
these difficulties is likely to vary considerably, depending on the level of previous 
telecommunications experience. 
The global scale of the spread of novel coronavirus infection has increased the need 
for cloud services around the world. The demands for video conferencing resources, 
which are indispensable for telework, are notable in this expansion. For example, 
interest in online learning (Kodama, 2000) and online healthcare (Kodama, 2002) is 
rapidly growing, while the introduction of telework and online seminars etc. is 
advancing rapidly. For example the stock price of 'Zoom' (NASDAQ: ZM), a software 
developer for video conferencing, grew sharply after the outbreak of the novel 
coronavirus. 
In  order to investigate the MS Teams tool for our research and its acceptance by the 
teleworking  community we will use a research model. In literature there are plenty of 
theoretical models that are being used in research consumer acceptance, adoption, and 
usage behavior. Some of them are: The theory of rational action (TRA) (Ajzen & 
Fishbein, 1980; Fishbein & Ajzen, 1975), the theory of expected actions (TPB) (Ajzen, 
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1991; Mathieson, 1991), the technology acceptance model (TAM) (Davis, 1989; Davis 
et al., 1989), the decomposed theory of planned behavior (Taylor & Todd, 1995) and 
innovation diffusion theory (Agarwal & Prasad, 1997, 1999; Brancheau & Wetherbe, 
1990). Current research, however has focused on the model of technology acceptance 
(TAM) since the research aims to understand the connection between perceptions and 
user behavior such as perceived usefulness and perceived ease of use of the 
technologies (Alomary & Woollard, 2015). Therefore, in this study we will use the 
Technology Acceptance Model for its predictive ability.  
 
2.5 Technology Acceptance Model 
The Davis (1989) Technology Acceptance Model has been developed as one of the 
most common research models to forecast individual users' use and acceptance of 
information systems and technology. TAM has been widely studied and verified by 
different studies that examine the individual technology acceptance behavior in 
different information system constructs. 
Dillon and Morris (1998) described the acceptance of technology as the 
demonstrable willingness to use information technology (IT) within a user group for the 
tasks it was intended to support". 
As a consequence of conscious decision-making processes, TAM presumes that 
behavioral intent is established (Venkatesh et al., 2003). In the context of the use and 
acceptance of information technology, the model specifies three factors of belief that are 
important: perceived usefulness (PU), perceived ease of use (PEOU), and attitude 
towards use (ATU) (Ajzen & Fishbein, 2000; Davis, 1989). Perceived usefulness (PU) 
is described as "the degree to which a person believes that using a particular system 
would enhance his or her performance" (Davis, 1989). Perceived ease of use (PEOU) 
refers to "the degree to which a person believes that using a particular system would be 
free of effort" (Davis, 1989). It is possible to regard perceived usefulness and perceived 
ease of use as cognitive variables. Usage attitude (ATU) refers to the "the degree to 
which a person assesses and associates his or her job with the target system" (Davis,  
1993). Usage attitude has been recognized as a factor that controls future behavior or 
the cause of purpose that eventually leads to a specific behavior. Attitude towards use is 
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referred in TAM as the evaluative influence of people's positive or negative feelings on 
the results of a given action (Ajzen & Fishbein, 2000). 
2.5.1 Key Components of TAM 
Perceived Usefulness (PU) is defined as the degree to which an individual believes 
that the use of digital technology can increase the efficiency of the user 's work. It can 
also be explained as the degree to which the users of technology feel that their learning 
power and process will be improved by the use of an informational system (Hamid et 
al., 2016). The TAM often believes that it is driven by the behavioral intention to follow 
and use a specific technology. The behavioral intention, however, is motivated by the 
attitude of the consumer to the use of the technology, as well as by their or her 
understanding of its use. A user 's attitude is not the only factor influencing their 
motivation to use a device, but it is also dependent on the outcome or effect it may have 
on their results (Jahangir & Begum, 2008). 
Perceived Ease of Use (PEOU), which is the next fundamental drive in the 
Technology Acceptance Model, is explained as the level at which a learner feels it 
would not be difficult to work using an information system (ILO, 2017). The definition 
of the perceived ease of use reflects the degree to which a consumer recognizes the fact 
that it would not be difficult to manage a specific technology. A 2010 ECAR 
(EDUCASE Center for Analysis and Research) study showed that, according to most 
learners, suitability is the most valued value of information and communication 
technology in academic programs to shed more light on Perceived Ease of Use. 
Interestingly, there exists a linkage concerning the perceived usefulness and the 
perceived ease of use of a technology. The two systems (perceived usefulness and the 
perceived ease of use) have the same features because whenever a user finds a 
technology more useful, they will come to appreciate that the same technology is stress-
free according to Kucukusta, Law, Besbes, and Legohérel (Messenger &, Gschwind 
2016) 
Attitude Towards Use (ATU), Lancaster (1996) first observed that attitude is the 
engine of attributes or customer utility. Triandis (1979) described the attitude towards 
adaptation to innovation as the positive or negative actions of a person. Recently, 
attitude has been defined as the basis of compatibility by Pikkarainen et al. (2004), 
including, for example, the preference for self-service, technology and lifestyle. Davis 
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(1986) further discovered that attitude was at best a partial mediator of the effect of 
perceived utility on the intention to use, and that it contributed no casual explanatory 
power to the intention of a person to use a specific informational system. Attitude is the 
positive or negative feeling of a person associated with performing a particular action, 
according to Fishbein and Ajzen (1975). They assumed that if they believed that the 
success of that behavior would lead to mostly positive results, a person would have a 
favorable attitude towards a given behavior. On the other hand, if the person believes 
that the action will lead to mostly negative effects, they will maintain a negative attitude 
towards it (Mykytn & Harrison, 2003). 
Behavior Intention to Use (BIU), the behavioral purpose of Refer Fishbein and Azjen 
(1975) is a subjective user likelihood that will impact the actions. The object of the 
behavioral aim of using the variable is to predict the user's actual purchase and use 
actions. The central element of the intention to use is the interest of the customer, the 
intention to use the product / service immediately and to search for more product / 
service details (Lai, 2012; Miliani et al., 2013; Chauan, 2014). 
Overall, the Technology Acceptance Model (TAM) has obtained empirical support 
for being robust in forecasting the implementation of technology in different contexts 
and with a number of technologies (Gao, 2005; McKinnon & Igonor, 2008; Park, 2009; 
Sugar et al., 2004; Teo, 2009). 
In studies of the determinants of acceptance of information systems and information 
technology (IS/IT), the technology acceptance model (TAM) is one of the most 
influential research models. In TAM, perceived usefulness and perceived ease of use are 
hypothesized and empirically supported, as fundamental determinants of user 
acceptance of a given IS/IT. 
 
2.6 Research Questions and Hypotheses 
Although many challenges can be found in the literature, research on teleworking 
and ICT tools in the European Commission in particular remains rather scarce. 
Therefore, we pose the following research questions: what are teleworker’s perception 
of usefulness (PU) and collaboration value, ease of use (PEOU) and attitude towards 
usage (ATU) of MS Teams software that inform their behavioral intention to use (BIU) 
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the application? Are there any differences between women – men, internals – externals 
and between workers with prior experience before Covid-19 and after Covid crisis?    
Specifically, we try to better understand how these factors support technology 
acceptance in the context of collaborative system. 
To understand conceptual problems related to the use of collaboration tools (MS 
Teams), implementation of the TAM model would seem to be beneficial. The use of 
TAM is focused on people having power over whether they use the tool or not  
(Pearlson and Saunders 2006). The model's variables, namely perceived usefulness  
(PU), perceived ease of use (PEOU), and use attitudes (ATU), represent features or 
elements of the system for example the overall architecture and functionality of the 
system, the user’s abilities and capacities, and the user’s views and attitudes towards the 
system (Davis,  1989; Gao, 2005; McKinnon & Igonor, 2008; Ma &  Liu, 2005).   
A significant aspect that defines whether the device will actually be used by users is 
the behavioral intention to use (BIU). For example, in their research, Yi and Hwang 
(2003) discovered a direct and substantial impact (β = 0.19; p < 0.001) between 
behavioral intent and actual use of the web-based environment.  
Therefore, the use of the TAM model for understanding the perception of the 
collaboration tool (MS Teams) by teleworkers and possible future use is based on the 
following assumptions:  
Η1: Teleworkers perceived MS Teams ease of use 
Η2: Teleworkers perceived MS Teams useful and valuable 
Η3: Teleworkers have positive behavioral intention using MS Teams 
H4: Teleworkers have positive attitude towards using MS Teams  
H5: There are no differences between men and women when it comes to MS Teams 
acceptance TAM factors 
H6: There are no differences between internals and externals when it comes to MS 
Teams acceptance TAM factors 
H7: There are no differences between workers with prior experience in remote work 
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3 Methodology 
For the purposes of this dissertation, a particular methodology was used. This is what 
will be addressed briefly in this chapter. In very detailed terms,, the data was collected 
via online questionnaires, the responses to which were of a closed structure. 
Subsequently, the data was processed via the SPSS statistical software and Excel. This 
chapter will thus refer to the overall research design of this project. 
3.1 Aim of the research 
The purpose of the survey is to study the attitudes towards remote work and the 
usefulness of specific software applications used by remote workers and especially MS 
Teams. 
3.2 Sample 
In the research took part 773 participants in total, most of them males (596 people) 
and 152 females, with most of  the respondents between 35 to 50 years old, while the 
majority also appeared to be post graduators. Also, we should notice that more than half 
of  the participants who agreed to take part in the research have studies in Information 
Technology and computing  and the majority have experience with remote work before 
COVID-19 crisis. Furthermore most of the participant have over 15 years’ experience 
and almost all the employees consider themselves experienced in using information 
technology devices and applications. 
3.3 Questionnaire 
The questionnaire was based on the Technology Acceptance Model (Davis 1989). 
The questionnaire that was provided is separated into 5 chapters, the demographic & 
general information, devices and applications used, examining applications used in 
remote work, acceptance of remote work technology and worker attitudes towards 
collaborating online. The questionnaire is consisted of multiple choice questions, Likert 
scale questions, Matrix, open-ended questions and demographics. 
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3.4 Sampling method 
There are many methods for selecting the participants, and the type of sampling. In 
our survey we chose the non - probability sampling method and more specifically the 
purposive sampling. This method focuses on particular characteristics of a population 
that are of interest, which will best enable to answer my research questions. The 
selection of the population of interest was based in three criteria. First the organization 
that they work, we wanted the participants to work in the European Commission and 
especially in the Department of Directorate General for Informatics, second people that 
were working remotely or have worked remote and third people who use ICT devices 
and software tools.   
Overall, the population was diverse. The sample was generated with the use of an 
online random picker.  
All of our participants answer voluntarily and they gave informed consent. 
3.5 Data collection method 
Data were gathered by means of a questionnaire for technology acceptance that was 
developed by adapting the original TAM. We chose Online data collection method 
(European Union service system) because it is self-administer and has very low 
probability of data errors. The questionnaires were sent by e-mail to all the employees 
of DG DIGIT. We ensured that our goals are captured as questions or measurements. 
This method gave us the advantage of obtaining information that respondents may be 
unwilling to give when interviewing in person. The questioner answered  on their own 
time and more honestly as questionnaires provide anonymity (whether real or 
perceived). And while the responses may be biased on the part of the participant, they 
are free from the collector’s bias. 
3.6 Data analysis method 
Data analysis is a process of cleaning, transforming, and modeling data to discover 
useful information. Also is one of the many steps that are taken when a research 
experiment is conducted. 
There are various methods for data analysis, largely based on two core areas: 
quantitative data analysis methods and data analysis methods in qualitative research. 
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There is also a mixed analysis that provides a more comprehensive account of behavior 
being observed or the performance being measured. 
For our survey we chose quantitative analysis  because of the closed – ended  
questions and numeric data. Typically this measure a large number of respondents and 
involves statistical analysis, relationship of variables and comparison of trends. 
The descriptive analysis of the demographic data was made with the Excel but the 
inferential analysis of the data of the Technology Acceptance Model for remote work 
was made via SPSS. Also, in the inferential statistics, we used the parametric TAM t-
test, TAM ANOVA and TAM reliability, to investigate the research questions and 
hypotheses.  
To present the findings we used: Simple, double input tables and different types of 
















In this chapter, there will be a series of illustrations and analysis of results based on 
the data collected from the questionnaire. As noted in the previous chapter, data were 
collected through online questionnaires, using a sampling procedure. Note that the 
answers to the questionnaires were processed through SPSS and Excel statistical 
analysis software. Specifically in the descriptive section some statistical information 
will be represented by graphs showing the most important information of the 
questionnaire (1-3 and 5 part of the questionnaire) the rest of the graphs will be display 
in the Appendix. In the inferential section we will see the results of Technology 
Acceptance Model Analysis (part 4 of the questionnaire). 
4.1 Descriptive Statistics 
The sample consisted of workers of the EU Commission's Department for 
Informatics (DG DIGIT). Specifically, 773 workers participated, of whom 19,66% 
women and 77,1% men as we can see in figure 1, while 28,20% were external to the 
Department for Informatics, while 15,39% were classified as internal workers. 
4.1.1 Demographic and General Information 
Most of the respondents of the sample (62,35%) are between 35 and 50 years of age 
while 22.89% of the respondents are over 50 years as we see in figure 2. Only 2 people 
did not answer.  In figure 3 the 80,46%  of the DIGIT workers have university 
education, with 53,42% having continued with postgraduate studies. 
 
 
Figure 1. Gender 
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The majority of the participants as we see from the figure 4, with 67,78% have 
studies in computing and IT (Information technology) engineering, while 212 workers 
(27,42%) are very experienced with remote work before the COVID-19 crisis. Just 
13,32% have no experience with remote work (figure 5). 
 
 







Figure 5. Prior experience with remote work before COVD-19 
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The three most frequent tasks of the workers of the DIGIT is team management – 
coordination with 52,19%,  project management  with 41% and developing – coding 
with 40,87%, as we see in the figure 6 below.  Moreover 610 people work in an IT 
position (78,91%) while 0,12% in human resources (figure 7). 
 
 











Most of the participants (64,55%) have over 15 years’ experience and 232 people 
(30,01%) work for 5 to 15 years, as we can see in the figure 8 below. According to 
figure 9 almost all the employees consider themselves experienced in using information 
technology devices and applications with 92,36%. 
 
 




Figure 9. Consideration of experience in using information devices and applications 
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4.1.2 Devices and applications used 
DIGIT workers use mostly laptop (employer supplied) and personal mobile device 
with a rate of 87,96% and 44,76% respectively. However 6,59% of the use employer 
supplied desktop. 44,89% of the respondents are moderately satisfied with the speed of 
the Internet connection they use while they working remotely and 38,03% are extremely 
satisfied. The speed that most workers (42,56%)  use are more than 50Mps and 29,10% 
use around 30Mps. 
Most of the workers (85,76%) use daily online collaboration suite, 62,87% use online 
video conferencing, 46,57% use spreadsheets and 43,85% use word processing 
application as we see below in the figure 10. 
 
Figure 10.  Software applications daily used 
4.1.3 Examining applications used in remote work 
MS Teams 
58,34% of the participants use MS Teams application very frequently and 24,32% 
very often (figure 11). 323 (41,78%) workers are very satisfied with the application and 
213 (27,55%) are extremely satisfied (figure 12). Most of the workers  34,02%  think 




Figure 11. MS Teams – frequency of use 
 
 
Figure 12. MS Teams – satisfaction  
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Figure 13. MS Teams – intended purpose 
ZOOM 
Zoom application with a percent 57,69% never used by the workers and only 1,42% 
use it very frequently. 30,78% of the respondents are not at all satisfied with the 
application and 26,13% did not reply. 235 workers (30,40%) think that ZOOM 
application does not fit at all the intended purpose and 17,85% think that fits very the 
intended purpose. 
WebEx 
WebEx application is never used (28,84%) or rarely used (35,44%) by the workers. 
23,02% are moderately satisfied with the application, 20,82% are not satisfied at all and 
20,31% are very satisfied. The employees think that WebEx fits very the intended 
purpose with a percentage of  23,28% and 22,50% believe that fits moderately. 
Confluence Environment 
Most of the respondents use Confluence Environment very frequently (38,42%) and 
20,95% use it very often,  although the 18,24% never use it. Most of the workers are 
satisfied with the application, specifically 33,11% are very satisfied, 21,86% are 
extremely satisfied and 18,36 are moderately satisfied. 34,02% think that the application 
fits very the intended purpose and 24,57 believe that fits extremely. 
Basecamp 
Almost all of the questioners with a percentage of 91,97% admit that  never use the 
Basecamp application and only one respondent (0,12%) replied that he use it very 
frequently. Most of the participants (52,26%) are not satisfied at all and 40,75 did not 
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replied. 50,97% think that the application does not fit the intended purpose at all and 
41,91% gave  no answer. 
Skype 
Workers use Skype application very frequently (42,82%) and 23,80% use it very 
often. Vast majority (35,57%) are very satisfied with the application and only the 5,95% 
are not satisfied at all. 36,09 % think that Skype fits very the intended purpose and 
28,20% believe that the application fits extremely. 
Google Docs 
64,29% of the participants never use the Google Docs application and 15,91% use it 
rarely. Large percentage of the workers (33,37%) are not satisfied at all and 30,53% did 
not reply. Most of the respondents (32,60%) think that Google Docs does not fit at all 
the intended purpose and only 55 people think that the application fits extremely the 
intended purpose. 
Slack 
Large part of the respondents (70,89%) never use the Slack application and some of 
them (13,32%) use it rarely. Most of them (37,90%) are not satisfied at all with the 
application and think that Slack does not fit the intended purpose (37,12%) at all. 
In the chart below we can see that 41,39% of the workers have good level of 
experience of using online collaboration software prior to COVID-19 and 40,10% have 
very good level of experience (figure 14). The majority of the participants (39,19%) 
answered that the use of collaboration software increased extremely due to COVID-19 
measures and 30,01% replied moderately (figure 15). 
 
Figure 14. Experience with online collaboration software prior to COVID-19 
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Figure 15. Use of collaboration software due to COVID-19 
 
As we see in figure 16, DIGIT employees answered that the most frequent reasons 
for using remote work are team management (42,17%), project management (37,25%) 
and developing – coding (37,12%). The majority is very satisfied with working 
remotely (57,56%) and 22,89% is somewhat satisfied (figure 17). 
 
 




Figure 17. Feelings about working remotely 
 
In the following bar chart (figure18), most of the respondents (36,99%) are spending 
more than 2 hours every workday using online collaboration tools, 23,80% spent 
practically a whole workday and 18,62% spent more than half a workday. 
 
 
Figure 18. Time spent in using online collaboration tools 
4.1.4 Worker attitudes towards collaborating online 
 
The majority of the participants (45,92%) agree that they felt part of a working 
community in their group and 2,97% disagree. 46,44% agree that they actively 
exchanged ideas with the group members and 37,25% strongly agree. Most of the 
respondents (38,68%) agree that they were able to develop new skills and knowledge 
from other members in their group and 27,03% strongly agree. 
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Approximately the 40% of the participants agree that they were able to develop 
problem solving skills through peer collaboration, followed by 26,52% that also 
strongly agree. The larger number of the answers state that collaborative working in 
groups was effective, particularly 45,53% agree and 33,50% strongly agree. 33,11% of 
the participants agree that collaborative working in groups was time-consuming, 
23,02% respond neutral and  22,76% disagree with the statement. 
According to the figure 19 below, almost 80% of the respondents agree that they are 
overall satisfied with their collaborative working experience, with  37,12% of them 
strongly agree. 
 









4.2 Inferential statistics  
In this section we will try to verify the below research hypotheses about Acceptance 
of remote work technology.  
H1: Teleworkers have positive attitude towards using MS Teams  
Η2: Teleworkers have positive behavioral intention using MS Teams 
Η3: Teleworkers perceived MS Teams ease of use 
Η4: Teleworkers perceived MS Teams useful and valuable 
H5: There are no differences between men and women when it comes to MS Teams 
acceptance TAM factors 
H6: There are no differences between internals and externals when it comes to MS 
Teams acceptance TAM factors 
H7: There are no differences between workers with prior experience in remote work 
before Covid-19  
 
Analyses were run only on the subgroup that we have data on their internal or 
external worker status, so the response rates will be close to 300 and maximum 325. 
The tests that have been used to verify the results  were reliability test, t-test and 
ANOVA.  
 
4.2.1 Reliability test  
The analysis of the four factors of  TAM are shown in Table 1 below. All means are 
above the midpoint of 3.00 and near to 4.00. The standard deviations range from 
0,81924 to 1,23560 indicating a narrow spread around the mean. So, most of the 
respondents are agree with the statements of the corresponding questions (1= Strongly 
Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree). These results answer 
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Table 1. Summary of means standard deviations  




A1: Using the 
TEAMS platform 
is a good idea 
4,141 
4,3048 ,81924 315 
A2: I like using 
the TEAMS 
platform 
4,0698 ,95847 315 
A3: It is 
desirable to use 
the TEAMS 
platform 
4,0476 ,95151 315 
Behavioral 
intention of future 
use (BIU) 
B1: I would like 
to use the 
TEAMS platform 
in the future 
4,070 
4,1746 ,90890 315 




they use the 
TEAMS 
platform 
4,0254 ,99007 315 
B3: I would like 
to see more use 
of the TEAMS 
platform 
4,0095 ,99517 315 
Perceived ease of 
use (PEOU) 
C1: Learning to 
operate the 
TEAMS platform 
is easy for me 
3,846 
3,9710 ,96331 310 
C2: Overall, the 
TEAMS platform 
is easy to use 
3,8097 1,02046 310 
C3: Interacting 
with the TEAMS 
platform is clear 
and 
understandable 
3,7581 1,06253 310 
Perceived 
usefulness (PU) & 
collaboration value 
D1: I believe 





4,0134 ,94469 299 
D2: I find the 
TEAMS platform 
useful 
4,1706 ,81162 299 
D3:I believe that 
the TEAMS 
platform is a 
useful working 
tool 









3,1739 1,23560 299 
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To test the construct validity of items in TAM section, reliability of factors assessed 
using Cronbach's alpha (1951). The results of the analysis indicated that the scales were 
not only reliable, but also valid for the factors under study (table 2). For the attitude 
towards using the technology, the behavioral intention of future use and the perceived 
ease of use, the Cronbach alpha is a>0,9 (perfect). On the other hand the Perceived 
usefulness & collaboration value has Cronbach alpha 0,8≤ a <0,9 (good).  
 














,944 ,945 3 
Behavioral Intention 
of future Use (BIU) 
,969 ,969 3 
Perceived Ease of 
Use (PEOU) 
,941 ,941 3 
Perceived 
Usefulness (PU) & 
collaboration value 
,867 ,894 4 
 
We structured a Matrix table to see correlation coefficients between variables. A 
correlation matrix is usually "square" with the same variables shown in the rows and 
columns. The main diagonal is the line of 1.00s going from the top left to the bottom 
right, which indicates that each variable always coincides perfectly with itself. This 
matrix is symmetrical, being a mirror image of those below the main diagonal, with the 
same correlation above the main diagonal. 
Degree of correlation: 
1. Perfect: If the value is near ± 1, then it said to be a perfect correlation: as one 
variable increases, the other variable tends to also increase (if positive) or 
decrease (if negative). 
2. High degree: If the coefficient value lies between ± 0.50 and ± 1, then it is said 
to be a strong correlation. 
3. Moderate degree: If the value lies between ± 0.30 and ± 0.49, then it is said to be 
a medium correlation. 
4. Low degree: When the value lies below + .29, then it is said to be a small 
correlation. 
5. No correlation: When the value is zero. 
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In the table 3 below  we can see a strong positive correlation between the statements 
of attitude towards using TAM factor. Also correlation analysis was performed among 
the statements of behavioral intention of future use (table 4) and between perceived ease 
of use (table 5) which are indicate strong positive correlation.  For the statements of 
Perceived Usefulness (PU) & collaboration value, the matrix correlation show strong 
positive correlation between D1, D2 and D3. On the contrary the statement D4 has 
medium correlation with the statements D1, D2 and D3 (table 6).  
 
Table 3. Correlation Matrix - Attitude Towards Using the technology (ATU) 
 MSTeams_A1 MSTeams_A2 MSTeams_A3 
MSTeams_A1 1,000 ,825 ,835 
MSTeams_A2 ,825 1,000 ,897 
MSTeams_A3 ,835 ,897 1,000 
**p <.01 
 
Table 4. Correlation Matrix – Behavioral Intention of future Use (BIU) 
 MSTeams_B1 MSTeams_B2 MSTeams_B3 
MSTeams_B1 1,000 ,912 ,885 
MSTeams_B2 ,912 1,000 ,944 




Table 5. Correlation Matrix – Perceived Ease of Use (PEOU) 
 MSTeams_C1 MSTeams_C2 MSTeams_C3 
MSTeams_C1 1,000 ,850 ,809 
MSTeams_C2 ,850 1,000 ,868 




Table 6. Correlation Matrix – Perceived (PU) & collaboration value 
 MSTeams_D1 MSTeams_D2 MSTeams_D3 MSTeams_D4 
MSTeams_D1 1,000 ,855 ,837 ,544 
MSTeams_D2 ,855 1,000 ,935 ,476 
MSTeams_D3 ,837 ,935 1,000 ,428 
MSTeams_D4 ,544 ,476 ,428 1,000 
**p <.01 
 
4.2.2 T-test  
To reliably investigate the 5th hypothesis and 6th hypothesis, we had to use the 
parametric t-test. This test is used in order to reveal statistically significant 
dependencies among scale or ordinal variables, as for a nominal grouping variable. 
More specifically, it calculates the mean values of the studied characteristic in all 
subgroups created by the grouping variable and extract a value (p-value) which 
determines if these means are statistically different. The null hypothesis of each test, is 
that there is no statistically significant differentiation between the subgroups and is 
rejected in 95% significance level, if the p-value is below 0.05. 
 
Statistical differences between men/women t-test 
To study the differences between men and women for every factor we have 
performed t-test analysis. The results indicate not statistical significant differences for 
MS Teams attitude (t(313)=1.165, p>.05), with the women scoring (M=4.02) and men 
(M=4.16), MS Teams future use (t(313)=1.408, p>.05), with the women scoring 
(M=3.91) and men (M=4.10), and  MS Teams usefulness (t(297)=1.941, p>.05) with 
women (M=3.69) and men (M=3.92). For MS Teams ease of use (t(308)=2.147), 
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Table 7. Independent samples test  for sexes 
 
t-test for Equality of Means 
t df Sig. (2-tailed) 
MSTeams_attitude 
Equal variances assumed 1,165 313 ,245 
Equal variances not assumed 1,233 92,833 ,221 
MSTeams_futureuse 
Equal variances assumed 1,408 313 ,160 
Equal variances not assumed 1,507 94,236 ,135 
MSTeams_easeuse 
Equal variances assumed 2,147 308 ,033 
Equal variances not assumed 2,128 84,403 ,036 
MSTeams_usefulness 
Equal variances assumed 1,941 297 ,053 
Equal variances not assumed 1,897 86,338 ,061 
 
 
Statistical differences between internals/externals t-test 
To study the differences between externals and internals for every factor we have 
performed t-test analysis. The results indicate not statistical significant differences for 
MS Teams attitude (t(313)=1.268, p>.05), with higher scores for the externals (M=4.18) 
than the internals (M=4.05), MS Teams future use (t(313)=0.976, p>.05), with higher 
scores for the externals (M=4.10) than the internals (M=4.00) and MS Teams usefulness 
(t(297)=1.751, p>.05) with higher scores for the externals (M=3.93) than the internals 
(M=3.76). The results indicate statistical significant differences for MS Teams ease of 







Table 8. Independent samples test for internals – externals  
 





Equal variances assumed 1,268 313 ,206 
Equal variances not 
assumed 
1,289 236,681 ,199 
MSTeams_futureuse 
Equal variances assumed ,976 313 ,330 
Equal variances not 
assumed 
,989 234,671 ,324 
MSTeams_easeuse 
Equal variances assumed 3,518 308 ,001 
Equal variances not 
assumed 
3,465 212,234 ,001 
MSTeams_usefulness 
Equal variances assumed 1,751 297 ,081 
Equal variances not 
assumed 




To verify the 7th hypothesis we run One-Way ANOVA test. The one way ANOVA is 
used to compare two means from two independent groups using the F-distribution. 
The null hypothesis for the test is that the two means are equal. Thus, a significant result 
means that the two means are unequal. 
 
Statistical differences based on the prior experience with remote work before Covid-19. 
To study the potential significant statistical differences in relation with prior remote 
work experience, we executed an ANOVA for the four identified factors. The analysis 
showed not significant differences  for MS Teams attitude, F(4,313)=0.947, p>.05, MS 
Teams future use, F(4,313)=0.825, p>.05,  MS Teams ease of use, F(4,309)=2.16, p>.05 
and MS Teams usefulness F(4,297)=1.19, p>.05.  
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2,843 4 ,711 ,947 ,437 
Within 
Groups 
231,880 309 ,750   




2,912 4 ,728 ,825 ,510 
Within 
Groups 
272,593 309 ,882   




7,879 4 1,970 2,166 ,073 
Within 
Groups 
277,347 305 ,909   




3,252 4 ,813 1,198 ,312 
Within 
Groups 
198,779 293 ,678   









5 DISCUSSION  
The purpose of the present study was to investigate the systems used for remote 
project management and team communication with emphasis on recent events (Covid19 
Crisis). Particularly to examine the individual technology acceptance behavior of the 
MS Teams application by remote workers . 
5.1 Descriptive analysis 
The descriptive statistics indicated that most of the respondents are men. This is not 
peculiar because it is characteristic for the  European Union Commission Department 
for Informatics (DG DIGIT).  218 employees are external to the Department for 
Informatics and 119 are internal workers. According to the official website of the 
European Union (2020), apart from the permanent employees, there are other categories 
of employees also who offer their services under fixed-term contracts. The largest 
proportion of the teleworkers are between 35 and 50 years of age. The Staff Regulations 
of EU officials points out that are no age limits to work  for an EU organization, 
however, officials are automatically retired at 66. 
 As for the educational level most employees have postgraduate degree. According to 
Maureen (2020), from the United States Bureau of Labor Statistics the employment in 
the computer and information technology field is expected to rise by 11% between 2019 
and 2029. The Information Technology field is a competitive and evolving industry that 
requires continuous training in order to withstand the competition. As a result, 
employees need to specialize in order to  keep up with new trends.  
The majority of the participants have studies in computing and IT engineering, as 
expected since the research conducted in the DG DIGIT department. Large number of 
the respondents have some kind of experience with remote work before COVID 19. 
Based on survey by Eurostat Labour Force Service (2020), more than 40% of IT and 
other communication services employees in the EU-27 already worked daily or at least 
often from home in 2018.  
The three most frequent tasks of the workers of the DIGIT is team management – 
coordination,  project management and developing – coding.  Moreover 610 people 
work in an IT position while 1 worker  in human resources. DIGIT is responsible for 
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providing efficient, cost-effective and secure IT infrastructure and services, providing 
information systems and streamlining business processes, developing new ways for 
employees to communicate and collaborate, aligning IT investments with business 
goals, balancing risk and business benefit for the Commission, and encouraging and 
supporting interoperability in order to European public administrations can work 
seamlessly together across national borders. 
Most of the participants have over 15 years’ experience and almost all the employees 
consider themselves experienced in using information technology devices and 
applications. This is relatively high percentage given the fact that IT professionals use 
technology devices and applications necessarily.  
Concerning the IT devices, DIGIT workers use mostly laptop (employer supplied) 
and personal mobile device. This is also supported by the literature review as 
Messenger (2019) indicate.  
Furthermore most of the workers use daily online collaboration suite and online 
video conferencing. DIGIT workers have good level of experience of using online 
collaboration software prior to COVID-19 and the usage increased extremely due to 
COVID-19 measures. To enhance the way they work every day, employees use many 
kind of applications, this is also agree with the findings in the literature and specific 
with Garcia’s Álvarez (2015). 
Zoom, Webex, Basecamp, Google Docs and Slack are never used by the remote 
workers. On the other hand Confluence Environment and Skype are used very 
frequently. These results do not fit with the theory of  literature review but we have to 
consider that the research on teleworking and ICT tools remain scarce.   
DIGIT employees use very frequently MS Teams, the result is expected as the 
application offered by European Commission. As well as, are very satisfied with MS 
Teams and they believe that the application fits extremely the intended purpose. 
In addition they use remote work for team management and they are very satisfied 
with working remotely. Also agree that they felt part of a working community in their 
group  and they were able to develop new skills and knowledge from other members in 
their group. Similarly agree that collaborative working in groups was effective despite 
the fact that some workers believe that working in groups was time-consuming. Overall 
almost all the workers are satisfied with their collaborative working experience. The 
-52- 
results support the theory of Boell et al. (2013) about the impact of teleworking and 
possible advantages for employees.   
5.2 Inferential analysis   
In order to verify the hypotheses different tests have been made. The results 
confirmed our hypotheses or contradicted them. Unfortunately we do not have plenty of 
previous studies to compare the findings.  
 
H1: Teleworkers have positive attitude towards using MS Teams 
The results confirm the hypothesis that teleworkers have positive attitude towards 
using MS Teams. The total mean is above 4 which is interpret as Agree. Particularly 
DIGIT workers believe that using the TEAMS platform is a good idea and desirable. 
Also they like using the TEAMS platform.  
 
Η2: Teleworkers have positive behavioral intention using MS Teams 
The results support the hypothesis that teleworkers have intention to use MS Teams. 
The total mean is above 4 which is interpret as Agree. Especially DIGIT employees 
would like to use the TEAMS platform in the future, they strongly recommend others to 
use the TEAMS platform and would like to see more use of the TEAMS platform. 
 
Η3: Teleworkers perceived MS Teams easy to use 
The results support the hypothesis that teleworkers perceived MS Teams easy to use. 
The total mean is near 4 which is interpret as Agree. More particularly the employees 
learned to operate the TEAMS platform easy, believe that the interaction with the 
platform was clear and understandable for them and overall they believe that the use of 
the platform it is easy.   
 
Η4: Teleworkers perceived MS Teams useful and valuable 
The results support the hypothesis that teleworkers perceived MS Teams useful and 
valuable. The total mean is near 4 which is interpret as Agree. Specifically DIGIT 
employees believe that using the TEAMS platform increase their work efficiency. 
Moreover they find TEAMS platform useful and valuable working tool. On the contrary 
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the workers  have neither a positive response nor a negative for the collaborative 
working experience via TEAMS compared to a face – to – face working environment.  
 
H5: There are no differences between men and women when it comes to MS Teams 
acceptance TAM factors 
The results support the hypothesis as they do not demonstrate statistical significant 
differences for the three TAM factors. This means that we accept the null hypothesis, 
that are no differences between men and women when it comes to MS Teams attitude, 
MS Teams future use and MS Teams usefulness. In comparison, the TAM factor ease of 
use for MS Teams indicate statistical significant difference. So, for MS teams ease of 
use there is a strong evidence against the null hypothesis. As a result there are 
differences between men and women.  
Gender was not a significant moderator of acceptance behavior in collaborative 
systems for  this study. Particularly for MS Teams attitude, MS Teams future use and 
MS Teams usefulness. These results supported by the findings of Bigne et al. (2005) 
and Yol et al. (2006)  in the literature review.  Today’s generation of employees, both 
males and females, are increasingly computer savvy. Women and men may be equally 
proficient with using technologies such as video conferencing systems and group 
collaboration systems, more so than past generations as the labor market demand and 
especially the IT field. These findings are particularly interesting because  participants 
in this study were workers in the DIGIT department. So we expected to see no 
differences also between men and women for the TAM factor -  MS Teams ease of use. 
This may be because they were having higher levels of computer anxiety as compared 
to their male counterparts or women prefer to use less effort-intensive technologies and 
thus effort expectancy is greater for women than for men (Venkatesh et al., 2000). 
 
H6: There are no differences between internal and externals when it comes to MS 
Teams acceptance TAM factors 
The results support the hypothesis as they do not demonstrate statistical significant 
differences for the three TAM factors. This means that we accept the null hypothesis, 
that are no differences between internals and externals when it comes to MS Teams 
attitude, MS Teams future use and MS Teams usefulness (work status does not affect 
the acceptance behavior). Even though the results for MS Teams ease of use indicate 
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statistical significant differences. So, for MS teams ease of use there is a strong 
evidence against the null hypothesis. This means that there are differences between 
internals and externals in the case of MS Teams ease of use.  
The MS Teams application is provided by the European Union to all the employees 
of its organizations. Hence internal employees may be more familiar with the 
application than externals as they probably use it more frequently. Therefore the 
difference in MS Teams ease of use is acceptable. 
 
H7: There are no differences between workers with prior experience in remote work 
before Covid-19 
The results confirm the hypothesis as they do not demonstrate statistical significant 
differences for all the four TAM factors: MS Teams attitude, MS Teams future use, MS 
Teams ease of use and MS Teams usefulness. This mean that we accept that there are no 
differences between workers with prior experience in remote work before Covid-19 and 
after Covid-19. 
DG DIGIT workers with remote experience before Covid-19 have similar acceptance 
behavior with those with no prior experience. As we can see experience does not affect 
the acceptance behavior with MS Teams application.  
5.3 Limitations 
Literature is replete with studies on technology adoption and few in the systems used 
for remote project management and team communication, but not without limitations. 
Limited published work is found on applications acceptance behavior and specifically 
for MS Teams. This paper proposes a model to explore the factors responsible for 
acceptance behavior for MS Teams by the DG DIGIT workers of the European 
Commission. 
 The study lack the generalizability, raising questions on applicability of the study in 
other geographical and demographic conditions. The first limitation concerns 
generalizability of the findings. Our study was conducted in the DG DIGIT department 
of European Commission, where remote work is developing rapidly. Thus, our results 
need to be generalized to other departments that use collaborative tools. Second, most of 
our respondents were IT professionals. Although they represent the majority of the 
department, future research can generalize our results to other samples, such as 
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economist or lawyers. Finally, we have studied only three factors that might affect the 
acceptance behavior (gender, work status and prior experience in remote work) and only 
one collaborative application (MS Teams). Future research can build on our study by 
























The Covid-19 pandemic must be taken by organizations as an opportunity for self-
transformation and further digital disruption of work. In our research we focused in 
telework as a digital transformation for an organization. In the age of information,  
teleworking  is not only a possibility, but also a wise strategic business move with rapid 
developments in technology and telecommunication systems. 
The present study attempted to examine the systems used for remote project 
management and team communication with emphasis on recent events and the 
individual technology acceptance behavior of the MS Teams application by DG DIGIT 
remote workers in the European Commission using the Technology Acceptance Model. 
Results suggest that teleworkers use primarily laptops and personal mobile devices,  
mostly use MS Teams and Skype as online collaboration tools. DIGIT teleworkers are 
satisfied with the MS Teams. Also they  have positive attitude toward using it and 
positive behavioral intention. Moreover teleworkers  perceived MS Teams easy to use, 
useful and valuable. Finally, the study revealed that gender, work status and prior 
experience in remote work do not affect the acceptance behavior of MS Teams.  
This research can help organizations and enterprises to know what systems used for 
remote project management and team communication and to better understand the 
worker’s attitude towards collaborating online. Organizations that consider 
implementing telework should also consider implementing MS Teams, as MS Teams 
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